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ABSTRACT

Over the last five years (1993-1998), twenty-one members of the Range Complex Fire
Department (RCFD) have left for various reasons. The problem is that because of areduced personnd
budget the department has not been dlowed to replace al of the members that have left. The ensuing
reduction in staffing has resulted in afire station closure and a reduction in customer service,
Operationdly this reduction has resulted in increased response times, reductions of vehicle saffing and
incressesin overtime.

The purpose of this paper was to identify why personne were leaving the department and to
suggest ways to improve employee retention.

Descriptive and eva uative research methods were utilized to answer the following research
questions:

1 Why have members |eft the Range Complex Fire Department?

2. In generd, why do employees leave the fire organizations they work for?

3. What does the upper management team of the RCFD believe are the reasons personnd are
leaving the department?

4, What retention programs are used by other federd fire departments?

To identify why employees were leaving the RCFD nine interviews were conducted with former
employees that had |eft the department in the last five years. A literature review was conducted to
locate information on why employees leave organizations. Seven interviews were conducted with the
upper management team of the RCFD to find out why they believed personnd were leaving the
department. To identify retention programs within other federd fire departments an interview was

conducted with the Chief of Fire Protection for the Air Force Materias Command (AFMC).



The interviews with the former employees indicated that they Ieft for three reasons, thelong
workweek, job dissatisfaction and the lack of promotiona opportunities. The literature
review identified 9x keys to employee retention they were: recruiting, communicetion, training, job
satisfaction, pay, and benefits.

The upper management interviews reveded that they believed personnd were leaving because
of thework schedule, lack of promotiona opportunities, and job dissatisfaction caused by alow call
volume.

The interview with Mr. Davis revealed that there were no current retention programs within the
federd firefighting sysem.

The recommendations were that the department improve its recruitment policies and
procedures. The RCFD should involve its members more in the daily operation of the department. The
department should improve its awards program and alow its employees a chance to move laterdly in
the department. The upper-management of the RCFD must congtantly communi cate the importance to
the work being done and the importance of the people doing it.

The RCFD should continue to research the subject of retention. The RCFD should form a

permanent retention committee and develop an ongoing recruitment effort.
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INTRODUCTION

Over the last five years, twerty-one members of the Range Complex Fire Department (RDFD)

have |eft for various reasons. The problem is that because of a reduced personnd budget the

department has not been dlowed to replace dl the membersthat have left. The ensuing reduction in

staffing has resulted in afire sation closure and areduction in customer service. Operationdly this

reduction has resulted in increased response times, reductions of vehicle staffing and increasesin

overtime.

The purpose of this paper was to identify why personnd were leaving the department and to

suggest ways to improve employee retention.

Descriptive and eva uative research methods were utilized to answer the following research

questions:

1.

2.

Why have members |eft the Range Complex Fire Department?

In generd, why do employees |leave the fire organizations they work for?

What does the upper management team of the RCFD believe are the reasons personnd are
leaving the department?

What retention programs are used by other federd fire departments?



BACKGROUND AND SIGNIFICANCE

The RCFD isafederadly managed contractor operated fire department located in Nevada. The
department provides structurd fire protection, airfield fire protection, hazardous materids response and
mitigation, medical response and trangport, as well as a number of speciaized rescue services.

Typicd of most federd departments the cal volume is much lower than most municipa
departments, with less than 300 responses per year. What is not typica about the RCFD is the work
schedule. While most municipa departments work fifty Sx-hour weeks, and most federa departments
work seventy two-hour weeks, the RCFD works eighty-four hours per week This long workweek is
necessary due to limited trangportation to and from a remote work site.

Over the last five years (1994- 1998) thirty-five percent (21 of 60) assgned fire fighters of the
RCFD have left the organization for various reasons. Until the last two years thiswas not viewed as a
problem because the pool of quaified personne seeking jobs with the organization was quite large and
the cost of recruiting, training and gaining a security clearance were not considered issues because of a
farly large personnel budget. However, in the last two years the picture has changed significantly.

It has become more difficult for the
RCFD to attract qudified personnd. The RCFD requires gpplicants to have at least four years of fire
fighting experience with at least two years of that experience being in arport crash firefighting. Asa
result most of the department’ s members are recruited from the ranks of prior military service
firefighters. Over the last few the years the military firefighters have been downsized significantly which
has effected the recruiting process. In addition the department’ s personnel budget, which is not

controlled by the department, has aso been reduced by twenty percent.



Fire department personnd are part of a site-wide personnel pool thet is controlled by the Site
commander. In the past when a department member left, hiring a replacement was automatic.
Currently ajusdtification must be written for each new-hire and over the past two years, eight of these
requests have been denied due to lack of funds. This has resulted in staffing shortagesin the
department.

Initidly the department was able to accept some cutsin personnel without any negative impacts,
however over time more |osses have had a considerable impact on the department’ s ability to operate
effectivdly. Thefird areaimpacted was the saffing of the structura engines.

Engine gaffing was reduced from five personnd to four and sometimesthree. Asaresult initid
response times increased due to the need for additiona personnd to respond from other stationsto
support the first due engines. Eventualy staffing was reduced to such alevel that RCFD management
was forced to close one of its stations.

Additiona impacts brought about by staff reductions are increased overtime, including
mandatory holdovers, and reduced opportunities for vacation, both of which have impacted morde
among firefighters. Potentidly this may lead to an even greater number of personnel leaving the
department.

The topic of this paper isadirect result of adiscussion about employee retention issues that
were brought up during a lecture covering Chapter 7, Assessing Organizationd Culture. This chapter
was ddlivered as part of the “Executive Leadership” class presented as part of the Executive Fire
Officer (EFO) program at the Nationa Fire Academy.

The purpose of this study was to identify why the RCFD is losing personnel and to recommend

potentid methods to increase employee retention.



LITERATURE REVIEW

The literature clearly indicated that there are Sx keysto retaining personnel. They are

recruiting, communications, training, job satisfaction, pay, and benfits.

Recruiting
The effort to retain the best personnd begins with recruiting. Attracting and retaining the best

people are not two different things, but are the same thing. Both require creating and maintaining a
pogitive reputation, interndly as well as externaly. Employers must be honest with the recruit about the
beliefs, expectations, organizational culture, demands, and opportunities within the organization. By
representing the organization redigticaly, a department will attract those who will be content working
within the culture (Marx, 1995). Denton (1992, p.47) followsthis up by stating that, “ the better the
match between recruits and the organization the more likely you are to retain them.” Lynn (1997)
believes that you must take time during the hiring process to make wise decisons. The employer must
be candid about the working conditions, responsibilities, opportunities and other details to reduce the
chances of making hiring mistakes. Taylor and Cosenza (1997) strengthen this thought by noting that it
isimperdive that companies give prospective employees atrue picture of the organization, if they hope
to match the persondity type with the climate and culture of the organization.

The literature was clear in pointing out that if departments want to increase retention they must

gart with asolid recruiting process.



Communications

Carney (1998) bdievesthat the key to employee retention is quite Smple: communicate,
communicate, communicate. Communication with the employees must begin early on in the rdaionship.
He believes that the imprinting period of a new employee is probably less than two weeks. Employers
must engage the employee early on by sharing how important the job they do

is. Lynn (1997) follows this up by stating that early on an atmosphere of fairness and openness must
be created by clearly laying out company policies.

Taylor and Consenza (1997) indicate that it isimportant to communicate the vaues of the
organization to its employeesin order to increase their level of consent, participation, and motivation.
Lynn (1997) echoes this thought by pointing out that the vision of the organization must be shared with
the employee as well as the importance the employees play in helping fulfill it.

Lack of communication may result in ggps between management’ s perceptions of quality
employment and the employees desired and perceived qudity of employment (Taylor & Consenza,
1997). There must be acommon purpose and trust among employees. People want to fed asif they
are avitd piece of something larger (Carney, 1998). As Denton (1992) points out, managers must
make sure employees know what they should do and why it isimportant.

Lynn (1997) notes that communications must be atwo way street to be effective. Employers
must listen to what employees have to say. An amosphere must be created in which employees fed
comfortable making suggestions and trying our new idess.

The literature reveded that communication must begin early in the employer/employee
relationship. Organizationd vaues and culture must be made clear to dl employees and thelr

importance within the organization must be continualy emphasized.
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Training

Aswas noted earlier it isimportant that the employee fed like avaued member of the
organization. Training helps underscore this message. Training personnel is away to show you respect
them and want them to grow. The department is making an investment in the employee by offering
traning (Marx, 1995). Good training can de-emphasize sdaries and beneits, in part by building a
positive work environment and by giving employees advancement opportunities (Lynn, 1997). Lynn
goes on to say that training helps strengthen employee loydlty.

Training can help revitalize personnd. For an increasing number of people, the chance to learn
new skillsisasgnificant persond god for both the career opportunities education can provide and for
the chance to do something alittle different (Mendonsa, 1998).

Training emphasizes to the employee that they are valued and respected. Thisin turn to

increased loyalty and retention.

Job Satisfaction

While an organization must be competitive in terms of compensation and benefits, it isthe
relationship with the supervisor that is often a crucid factor in determining whether a person stays or
goes (Mendonsa, 1998). Employees want more interaction with management, more sdf-satisfaction on
the job, more responsbility and more control over decisions affecting them. They want their work to
make a difference and want to be part of something that matters (Taylor, 1997).

Departments should encourage innovation by soliciting the advice and input of their staff
members, followed by responses to ideas, complaints or questions (Taylor, 1997). It isdifficult to keep

people on the job if they have no say in how to do it (Spragins, 1992).
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People need to be recognized for their accomplishmentsin the workplace. In most
organizations the feding of under-recognition is the most pervasve feding in the workplace (Mendonsa,
1998). Provide agreat ded of persona and team recognition (Carney, 1998). Recognize
achievements with memaos, mentions in staff meetings or articles in the newspapers (Lynn, 1997).

To retain employees, departments must offer career advancement opportunities. Departments
failing to offer employees career opportunities, room for advancement and enhancement of skillsand
knowledge may find it difficult to retain quaified employees (Taylor, 1997). Marx (1995) concludes
this by pointing out that promoting from within is one of the proven methods of employee retention.
Promoting from within shows that there is truly room for advancement and growth within the
department.

Employee involvement, recognition, importance of work, and career advancement opportunities

are dl important, when dedling with employee retention.

Pay and Benefits

In general people think that money and benefits or lack thereof, are the main reasons people
leave their jobs, but thisis not the case. While compensation and benefits may be a key factor in the
find decison-making process, a money shortage is usudly not what causes people to look in the first
place (Mendonsa, 1998).

Money may be the reason they give when they resign, but it'slike “white noisg’. They are
conscious of it for awhile but if they are bored on the job, money aoneis not going to keep them there

(Branch, 1998).
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Although traditional benefits such as vacation and hedth are ill important, today’ s workers are
aso looking for more non-traditiona benefits. Benefits such as flexible work ours, availability of child-
care tuition assstance programs and discounts on services now top the list of desired benefits (Denton,
1992).

The literature clearly indicates while till factors, money and benefits are not as important as job

satisfaction in terms of employee retention.

Summary

The purpose of this paper was to identify why personnd were leaving the RDFD and to suggest
ways to improve employee retention. The literature was helpful in pointing out that employees Say or
leave a department based on six key reasons, they were: Poor recruiting practices, communications,

training, job satisfaction, pay, and berfits.

PROCEDURES

Literature Research Methodology

Thefirst step in the research process was to locate any books, professiond journds, and
Executive Fire Officer (EFO) program research papers that related to the topic of employee retention.
Aninitial computer search was conducted in September 1998 at the Learning Resource Center, located
a the Nationa Emergency Training Center in Emmitsburg, Maryland. It was dso
useful to review the reference lists of the EFO papers, which helped locate additiond references not

identified by the computer. A computer search was also done in October 1998 at the Clark County
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Library system in Las Vegas, Nevada and at the library of the University of Nevada, Las Veges.

In an effort to broaden the search for information on the research topic Mike Davis, Chief of
Fire Protection for the Air Materids Command (AMC), United States Air Force (USAF) was
contacted. Mr. Davis was asked to locate any USAF or Department of Defense (DOD) studies that
might have been conducted on the subject of retention among civilian federd fire fighters. Mr. Davis
was unable to locate any material on this subject. 1n addition an Internet search was conducted to
locate any information that the United States Department of Labor might have on the subject of

employee retention.

Interview Methodology

There were three areas addressed by interviews during the research process. Thefirst set of
interviews was conducted utilizing the upper management of the RCFD. The purpose of these
interviews was to seek upper management’ s opinion on why they believed personnel were leaving the
RCFD. Thefirg step wasto amply ask the question, why do you believe firefighters are leaving the
RCFD? This question was sent out over e-mall utilizing the department’ s computer system. Secondly,
follow up interviews were conducted to both clarify and expand on the responses that were returned via
e-mail. The personne that were utilized for these interviews were, Fire Chief, Roland Benton, Assstant
Chief, Mélville Barnes, Assgtant Chief, Kevin Morsey, Assstant Chief, Doug Lautner, Assstant Chief,
Charles Carrier, and the functional areamanager (FAM), Mark Ayers. The FAM isthe senior
contractor fire officer. The FAM isresponsble for al contractor adminidrative functions. All interviews

were conducted during the week of 4 January 1999.
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Interviews were also conducted with personnd that had left the department in the past five
years. A questionnaire was developed for this process. A copy of the questionnaire can befound in
Appendix A. The areasthat were identified by the literature review and by the upper management
interviews as keysto why personnd leave ther jobs were ingrumenta in the development of this
guestionnaire.

Thefirgt step in this process was to review personne records to identify personnd that had left
in the last five years. Of the twenty-one personnel that had left the department since 1994, sx were
eliminated from this study because they |eft due to either medicad problems, retirement or death. A
review of the fifteen exit interviews that were conducted on the personnd that chose to leave produced
very littleinformation asto why. Asaresult nine telephone interviews were conducted between
December 1998 and February 1999. An attempt was made to interview at least two people from each
year beginning in 1994 and ending in 1998. Each person was asked why they left. They were then
asked what effect the work schedule, job satisfaction, training opportunities, promotional opportunities
and pay and benefits had on their decison to leave.

Finaly, Mr. Mike Davis, Chief of Fire Protection AFMC, was interviewed to find out if there

were any retention programs currently in use by other federd fire departments.
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Limitations

Due to difficulties locating ex-employees the researcher was only able to interview nine of the
fifteen persons that were identified for interviews. This may have an effect on the outcome to the
research paper.

The only literature available about retention issues in the fire service dedlt with volunteer
departments. These articles were not germane to retention issuesin the paid fire service. Asareault the
literature had to be conducted using business books and periodicals.

The Sx-month time congtraint aso limited the amount of research that could be conducted on
the subject. Furthermore, the researcher had to accept, with no way to double check, that al the

answers provided by the respondents during the telephone interviews were truthful.

RESULTS
Asaresult of the research effort, this section presents specific answers to each of the origina
research questions.

Answers to Research Questions

1. Why have members |eft the Range Complex Fire Department?

Nine telephone interviews were conducted in an effort to answer this question. Thefirgt
guestion asked was, what was the main reason you left the RCFD?  Fifty six percent (5 of 9) of the
respondents said that the work schedule was the main reason for leaving the department. Time away
from families and the family’ s inability to visit them at work were the main reasons for dissatisfaction
with the schedule. Twenty two percent of those interviewed (2 of 9) Ieft because of the lack of

emergency cdls. Ten percent (1of 9) said they left because of disgppointment with management. “Job
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security” was the reason why twenty two percent (2 of 9) gave for leaving. The two respondents felt
because the contract they work under isre-bid every five yearsthat their jobs were in jeopardy every
fiveyears. Some of the respondents had more than one reason for leaving.

Fifty sx percent (5 of 9) fdt that job satisfaction was a contributing factor in their decison to
leave. Thirty three percent (3 of 9) were dissatisfied because of the lack of emergency responses. Ten
percent (1of 9) were dissatisfied because they fdt that management did not clearly communicate the
gods of the department. Ten percent (Lof 9) felt the job was boring.

All the respondents fdlt that the training opportunities offered by the RCFD were excellent.

Asfor promationa opportunitiesin the RCFD, forty four percent (4 of 9) fdt that therewasa
limited opportunity for advancement. Forty four percent (4 of 9) felt that career opportunities were
aufficient. Ten percent (1 of 9) did not consder advancement a factor in their decison to leave.

Seventy eight percent ( 7 of 9) of the respondents felt that the benefits offered were adequate.
None of the respondents left because of money issues.

The interviews indicate that there were three main reasons why employees |eft the RCFD they

were: work schedule, job satisfaction and lack of promotional opportunities.

2. Ingenerd, why do employees leave the fire organizations they work for?

A review of the literature indicated that there are Sx key reasons why employees leave their
jobs, They are recruiting, communications, training, job satisfaction, pay, and benefits.

Recruiting isthe first step in retention. An employer must be honest with the recruit about the
company’ s or department’ s beliefs and culture. The better the match between the recruit and the

organization the better the chance for retention (Marx, 1995).
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Communications must begin early on in the relationship. Management must make it clear to the
employee what the vaues of the organization are in order to get the employees consent, participation,
and motivation (Taylor and Consenza, 1997). One of the keys to effective organizationd
communications is that it must be atwo way sreet (Lynn, 1997).

Traning isthe third key to employee retention. According to the literature, training emphasizes
to the employee that they are valued and respected and that the company is going to reward them by
invedting time and money in training them.

The literature indicated that job satisfaction might be the most critica factor in terms of retention.
The four keysto job satisfaction are, employee-management interaction, recognition, job importance
and promotional opportunities.

Employees want to fed a part of the organization. They want to have some say in how they do
their job (Taylor and Consenza, 1997). The literature went on to emphasize that employers should
reward and recognize employees whenever possble. Employers should also emphasize the importance
of the work being done and the importance of the employee to the organization. The literature dso notes
that employees must be given the opportunity to advance in the organization. The fina keysto retention
are pay and benefits. Although money may be the reason given for resgning, it is usudly not the main
reason people leave (Branch, 1998). In terms of benefits employees are looking for benefits that help
amplify their lives. Benefits such as child care and flexible work hours have become as important to the
employee as hedth and retirement benefits.

The literature clearly points out that the main reasons for retention problems are recruitment,

communication, promotiona opportunities, job satisfaction, pay, and benefits.
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3. What does the upper management team of the RCFD believe are the reasons personnd are leaving

the department?

For this section of the research seven interviews were conducted. The seven persons
interviewed were: Fire Chief Roland Benton; Assstant Chiefs Doug Lautner, Kevin Morsey, Charles
Carrier, and Méville Barnes, and functiond areamanager, Mark Ayers.

Chief Benton believed that personne were leaving due to the extended work schedule, lack of
advancement opportunities, dissatisfaction with current senior officers, and the lack of aviable
retirement program.

Chief Lautner fdt that the long work schedule and job dissatisfaction were the reason firefighters
|eft.

Lack of upward mobility, the long work week, and dissatisfaction with contractor upper
management were the reasons given for retention problems by Chief Morsey. Chief Morsey felt the
work schedule was especidly difficult for firefighters with young children.

Chief Carrier pointed out that in addition to the work schedule, and limited promotional
opportunities that the lack of emergency responses, and boredom, especidly for younger firefighters
was a key to firefighters leaving. Chief Carrier o fdt that the benefits packages, especidly retirement,
offered by locd municipd fire departments were more attractive than those currently offered by the
RCFD.

Chief Barnes dso felt that the work schedule and benefits offered were reasons why firefighters

|eft.
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Mark Ayers pointed out that loca municipd firefighters work five fewer days per month than
RCFD firefighters and make roughly the same amount of money. He felt that the shorter workweek
was an dttractive incentive to leave the RCFD. Mr. Ayers dso fdt that the lack of
advancement opportunities and a pension plan aso contributed to the department’ s retention problems.

A review of the interviews indicate that the RDFD upper management team believe that the
work schedule, lack of promotiond opportunities, lack of activity (job satisfaction) and limited
retirement benefits are the main reasons that firefighters have left the department.
4. What retention programs are used by other federd fire departments?

To answer this question Mr. Mike Davis, Chief of Fire Protection for AFM C was contacted.
Mr. Davis advised that there were no current retention programs within the federd fire fighting system.
Mr. Davis explained that because manning at military fire departments is handled by a centrd, service

wide, agency theindividud fire departments do not have to concern themselves with retention.

DISCUSSION

The literature review identified Sx keys to employee retention they were: recruitment,
communications, training, job satisfaction, pay, and benefits. However, interviews with RDFD upper-
management and with past employees of the department identified only five of the Sx keys asisues
within the department. Theissues identified in the interviews were the workweek (recruitment), job
satisfaction, and the lack of advancement opportunities and benefits.

Interviews with past employees pointed out that dissatisfaction with the long workweek was the

main reason why people leave the RDFD. The upper-management of the RDFD dso fdt that the work



20

schedule was the main reason why firefighters |eft the department. The long workweek is especially
difficult for firefighters with young children a home. The long workweek is afact of life within the
RCFD and isnot likely to change. Theissue of the workweek must be addressed during recruitment.
The department must be honest with the recruit about the beliefs, expectations, organizationd culture,
demands and opportunities within the organization. By representing the organization redigticaly, the
department will attract those who will be content working within the culture (Marx, 1995).

Both the past employee and upper-management interviews indicated that job satisfaction was a
factor in employee retention. 1n both cases the respondents felt that the lack of activity was the cause to
the dissatisfaction. Thisisnot an unusua Stuation especidly among the young firefighters who want to
test their training and skills. As Marx (1995) points out if employees are bored with their job they will
not stay. Thisis another issue that should be addressed during recruitment. Potential employees should
be given a clear picture of the type and amount of responses they will encounter when they join the
department.

The lack of promotiona opportunities was another issue that both sets of interviewees agreed
was aretention issue. Thelack of promotiona opportunities is caused by two factors; the fact that the
department is smdl and that most of the officer pogitions are currently held by fairly young members.
Employees must fed like they have an opportunity to advance. Promoting from within is one of the
proven methods of employee retention. It shows that there is room for advancement and growth within
the department (Marx, 1995). Firefighters tend to become de-motivated if they can see that no matter
how hard they work to improve themselves and the department thereis little chance that they will be
promoted. If they cannot advance within the current environment they will leave for a department that

offers more opportunities to exceed.
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Four to the seven managers of the RCFD fdt that benefits were a key reason why members
were leaving the department, however, none of the past members interviewed mentioned benefits as a
motivator to leave. The RCFD upper-management fdt that an age 55-retirement plan was the “key”
benefit. The past employees felt that the department benefits were more than adequate. Thisindicates
that upper-management is not in completely in touch with what the issues are within the department
concerning member retention. 1t should be noted thet al the

members that left the RCFD Ieft for lower paying jobs. As Branch (1998) points out, if employees are

not happy with their jobs, money doneis not going to keep them there.

If the RCFD is going to solve its retention problem it must address the issues of recruitment, job

satisfaction, and promotiona opportunities.

RECOMMENDATIONS

The RCFD must improve its recruitment policies and procedures. There should be no doubt in
each new recruit’s mind asto what he or sheis signing up for. The work schedule, the workload and
the career opportunities should be clearly stated and understood. Thiswill help eiminate any
disappointment when new members begin work.

To help offset the lack of emergency responses the department should involve its employeesin
the daily operation of the department. Department members should have more say in how they do their
job. This can be accomplished through the ingtituting of training, safety, gpparatus committees and
quality of work circles. Thiswill give the members a sense of buy-in and will hep make them fed they

are more a part of the department.



22

The department should increase and improve its awards program. Just because there may be
no promotions available does not mean that you cannot reward an employee for ajob well done. These
rewards can be in the form of money, gifts, plagues and memos. If thereisno
room for upward mobility then move the employees laterdly. If an employee isworking in operations
move him to fire prevention or training for awhile. Thiswill help him get a better overdl view of the
department and hopefully stimulate hisinterest. Stretch the members by giving them multiple
assgnments (Branch, 1998).

Upper-management must constantly communicate the importance of the work being done and
the importance of the people doing it.

The fire department should conduct further research on the subject of retention. The RCFD
should dso form a permanent retention committee to constantly monitor and advise management on
retention issues.

The RCFD should develop and ongoing recruitment effort in order to maintain alarger talent

pool from which to sdect future employees.



23

REFERENCES

Branch, Shelly (1998, November). The new economy: You hire ‘em. But canyou  keep
‘em? Fortune, 247.

Carney, Karen (1998, November). How businesses can reduce high employee turnover.
Inc, 47.

Denton, D. Keith (1992). Recruitment, retention, and employee relations. \Nest Westport,
CT: Quorum

Lynn, Jacquelyn (1997). Hard to hold: Conquer the tight labor market by retaining valuable
workers. Entrepreneur, 34.

Marx, Mary (1995, December). Keeping your best employees. Journal of Property
Management, 26-29.

Mendonsa, Robert (1998, January). Keeping who you want to keep: Retaining the best
people. Supervision, 10-12

Spragins, Ellen E. (1992, November). How to retain key employees. Inc., 36

Taylor, Susan L. & Cosenza, Robert M. (1997, December). Internad marketing can reduce

employeeturnover. Supervision, 3-5



Appendix A
Former Employee Interview Sheet
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Former Employee Interview Sheet

. What was the main reason you left the RCFD?

Did any of the following issues influence your decison to leave?

. Work schedule

Job satisfaction

. Traning opportunities

Promoationd opportunities

. Pay and benefits

25
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